This study aims to describe the compensation, leadership style, and the performance of employees and also to know the influence of compensation and leadership style partially and simultaneously to the performance of employees of PT. Hartria Akas Green Sejahtera. The respondents of this research were all employees of drivers and conductors of Patas Bus consisting of 75 people. The sampling technique used was census method. In analyzing the data, the researcher used multiple scale and linier regression. The hypothesis testing used t-test and F-test. The result of scale range analysis showed that the performance of the employees is high, the compensation is good, and the leadership style applied by company is achievement oriented. In addition, the results of multiple linier regression analysis portrayed that the compensation and leadership style influence significantly, partially and simultaneously to the performance of employees of PT. Hartria Akas Green Sejahtera.
INTRODUCTION
Business requires employees' high performance in order to strive. Therefore, companies always have to attempt to increase and improve their worker's performance. Business competitions put pressure for companies to strive by providing the best service to their consumers. Companies' successes are influenced by several factors, one of which is the human resource who man all of the organizations' hierarchy, from the planning to the evaluation process, and who make use of other resources and assets of the companies.
Human resource plays an important role in any company as they are the ones who run the organization.
Human resource potential has to be maximized in order to produce optimal output. Reliable, highly responsible and hardworking employees are necessary resources for every company. Competent and good performing human resource can sustain and develop the business. On the other hand, incompetent human resource and bad performance put companies at losing situation in the business competition. To ensure any company's good performance, the management ought to consider several aspects such as compensation and leadership style. This will allow management to create human resource as one of the important indicators to reach the organization's goals effectively and efficiently.
LITERATURE REVIEW
In any organization, the employees' work performance determines the success of the goal accomplishment.
An employee performance has to be seen individually as each of them has different capability to do their tasks. Companies can increase their employees' performance by nurturing them so as to maximize their sense of responsibility to do their work.
Harbani Pasolong (2010) explains several factors that influence employees' performance are ability, willingness, energy, technology, compensation, clarity of goals, and security. Proper compensation is employees rights and the company's responsibility in order to support employees' contribution to reach organization's goals. To ensure the company goal attainment, the company can show support by providing compensation as it can be considered as reciprocal relationship between organization and its human resource. In addition, other factors influencing employee performance are personal or individual, leadership, team, system and contextual factors (Mahmudi, 2010) .
Employee's good performance can be enhanced by modelling good performance by the companies' board of leaders that is leaders who can motivate and take notice of their works. Leadership is a process of providing influence and modelling by the leaders towards the subordinates in order to achieve the organization goals. Leadership focuses on the leaders and the process or methods that they do to clarify the company's goals for the employees or their subordinates, to motivate them to achieve those goals, and to support them to create productive culture in the organization.
From the previous explanation, it can be concluded that compensation and leadership are important factors directly influencing employee performance. The current research project focuses on the transportation company PT Hartia Akas Green Sejahtera.
The respondents of the current project are all of the employees involved in Patas service consisting of 75 drivers and driver assistants. All of those employees are partner employees.
Mangkunegara (2009) explains the word job performance or actual performance as the quality and quantity of work done by employees in conducting the tasks assigned to them. According to the interview with the leader of PT Hatria Akas Green Sejahtera, the efforts to create good work performance in the company still need optimizing which is evidenced by the high number of consumer complaints received by the company. Table 1 presents the customer complaints received from January to June 2017. Table 2 shows the fluctuation in rule violation done by the company's employees in January -June 2017. The current project employs Schuller and Jackson's (1992) framework to assess employee performance, which is based on the work quantity, work quality, punctuality, cooperation and attitude. When control was enforced and a crew was known not to give tickets to certain passengers, this rule violation fell into the indicators of work quality, cooperation and attitude. Work quality includes the service performed by the crew towards the passengers. As indicated in Table 1 , there were high numbers of customer complaints which proved that the work quality of PT Hartria Akas Green Sejahtera employees was not good enough.
For the indicators of cooperation and attitude, the crew (drivers and driver assistants) were responsible to work in team and not individually as the tasks and activities in the organization are closely related to each other. In other words, without team work, the organization activities are not going to be effective. The crew work together to do their work, thus any decision made during the drive, both the driver and the driver assistant are accountable for it, including when rule violation was made, such as no change was given to customer.
In addition, another indicator of attitude which shows employee's positive performance is their ability to do their tasks without the company's direct supervision. Some employees were considered of lesser attitude due to the relatively high frequency of rule violation, such as not giving tickets to passengers. If such cases are discovered, they will be sanctioned accordingly.
Other than the rule violations described in Table 2 , many employees also could not reach the monthly passenger target. This aspect is one of the indicators of good work performance in addition to the work quality and punctuality. The company set the monthly target of getting 2200 passengers in 25 days of work in a month. PT Hatria Akas Green Sejahtera has five bus routes, each with return trip each day. The total number of the seats in each bus is 44 for Patas buses, so it can take maximum 44 buses in each ride. From the target of 2200 passengers, in average the crew could get only 50% of it. If a crew could not reach the target continuously in certain time frame, they will be formally investigated as to why they could not meet the target. This usually becomes a push for them to work harder and meet the target.
Compensation is a form of award given to the deserving employee, which can be financial or non-financial. Simamora (2004) suggests that there are four types of compensation indicators; they are salary, incentives, allowance, and facilities. The compensation system used in PT Hatria Akas Green Sejahtera is the result system, which amount was determined by the result of employee work performance, in this case the total passengers they get in a month. The crew is partner employees who receive extra 30% from their nett income, as regulated in the compensation indicator in the form of salary.
The proportion 30% compensation was further divided into 17% of extra income and 13% bonus (premium) . The extra income can be withdrawn daily, while the bonus can be withdrawn every 10 days or once a year. They are still further divided between the number of crew, generally consisting of two people with different tasks, the driver and the driver assistant. The 17% extra income is divided into 10% for the driver and 7% for the driver assistant. As for the 13% bonus, 7% is given to the driver, and the rest is for the assistant.
For the employees, the percentage of income with a profit sharing like this one still cannot help them meet their daily needs, especially during non-peak hours/ days. One of the reasons the crew conduct rule violation is because of this, thus making them earning less. As a result, many employees cannot meet the monthly target of 2200 passengers within 25 working days, and thus not receiving any bonus. Bonus in the form of incentive is one of the compensation indicators. In this case, the employees will receive the bonus when they meet the target set by the company.
In addition, the crew's status as partner employee entitles them only to one special holiday (hari raya) allowance. They even pay their health insurance (BPJS) personally; the company only assists them in organizing it. The company owns special fund in case of accident (Sumber Dana Kecelakaan--SDK) which originates from the crew's income deducted in every trip. The deduction is Rp 3,000,-per day for the driver, and Rp 1,500,-per day for the driver assistant.
According to Robin and Judge (2015) , leadership is the ability to influence a group of people to work together to reach certain goal. Leader has a big influence towards employee performance. Leader of a company should provide good example for the employee so they can do their work better. The current project uses theory of path-goal leadership style. According to House in Robbins and Coulter (2010), there are four behaviors in the theory of path-goal; directing leader, supporting leader, participating leader, and achievement-oriented leader.
Interview results with some employees show that the leader of PT Hatria Akas Green Sejahtera likes to blend with them, thus placing himself as a colleague. This is in line with the supporting style leadership. In addition, they reported that the leader was always bold and explains their tasks and targets, which is in line with the directing leadership style. On the other hand, the leader loves employee who shows good work performance, which is in line with the achievement-oriented leadership style. There are previous research about the influence of compensation and leadership style towards employee work performance. Mujiati and Setiawan (2016), Hamdiyah et al (2016) and Hatta et al (2017) show that compensation significantly improve employee work performance. On the other hand, Pradita (2017) claims that compensation significantly and negatively impact on employee work performance. Together, Mujiati and Setiawan (2016), Hamdiyah et al (2016) and Pradita (2017) found that leadership style significantly affect employee work performance, but Hatta (2017) found that leadership style does not significantly affect employee performance. The current project describes employee performance, compensation, and leadership style. In addition, this research also aims to find out the influence of compensation and leadership style, both partially or continuously, towards the employees of PT Hatria Akas Green Sejahtera. So this study framework will be seen as in Figure 1 .
METHOD
The current project employed survey method. The population covered all the partner employees responsible for patas buses, with the total number of 75 employees. The sample was taken using the census method. The variables in this studi is compensation, leadership style, and employee work performance.
Employee performance was measured using the quantity of work, punctuality, cooperation and attitude. Compensation was measured using the salary, incentive, allowance and facilities. Leadership style was measured using four leadership behaviors; directing leader, supporting leader, participating leader and achievement -oriented leader. The current project employed primary data originating from interview and questionnaire. Likert scale was used to measure variables. The data obtained were then analyzed using scale-range in order to describe each variable, while double linier regression was employed in order to discover the relationships of each variable. The hypothesis of this research was tested using t-test to discover the partial influence, and F-test to discover the simultaneous influence.
Figure 1. Research Concept Framework

RESULT AND DISCUSSIONS
The measurement and the study range were conducted by doing analysis and interpretation towards the frequency distribution, including variation of responses from each respondent in answering questions from the questionnaires. Table 3 shows the variable scale range of the employees' performance based on the distribution of respondents' responses: Table 3 shows that the average of scale range variable of the employees' performance is 313.75. The score is considerably high, which indicates that the employees' performance is also high based on a number of indicators such as work quantity, work quality, punctuality, cooperation, and attitude. On Table  3 , the fifth statement (Y5) in fact gained the lowest score. Y5 discussed about employees' attitude at work based on their job description without being supervised by the company's representatives, unfortunately, a few employees conducted some rule violation, for instance, giving no change for passengers or receiving violation tickets. This attitude indicates that some employees still cannot work properly without any supervision from the company. On the contrary, the fourth statement (Y4) gained the highest score of 298 in terms of cooperation. It means there is a good cooperation among the employees in doing their jobs, especially since a bus is becoming the responsibility of all crews, including the drivers and driver assistants. Next, the following table describes the variable scale range of compensation based on the respondents' responses: According to Table 4 , the average of variable scale range of compensation is 298.5. This score is relatively good, which implies that the compensation given by PT. Hartria Akas Green Sejahtera to its employees is good based on a number of indicators such as salary, incentives, allowances, and facilities. From the four indicators, the fourth statement (X14) relating to facilities received the highest score of 328 which means very good. Most employees agreed if the facilities provided by PT. Hartria Akas Green Sejahtera have met the basic needs of the employees, such as parking area, praying room, rest area, toilet, and health center.
Another good score was found for the first question (X11) which dealt with employees' salary. The employees are often awarded with proper salary in accordance with the number of passengers they could obtain. It shows that PT. Hartria Akas Green Sejahtera has paid their employees well, not only in terms of financial compensation but also nonfinancial compensation such as facilities that the employees need. Moreover, the following table shows the variable scale range of leadership based on the respondents' responses: Table 5 shows that the average score of variable scale range of leadership is 293 which points out that the leaderships at PT. Hartria Akas Green Sejahtera is relatively good due to a number of indicators. The fourth statement (X24) gained the highest score of 338 which is very good. The board of leaders of PT. Hartria Akas Green Sejahtera applies a leadership system which focuses towards achievement, thus they stimulate their employees to reach the target (2200 passengers within 25 days) by giving bonus (in the form of fresh money) once they reach the target. Besides, the boards are also clear in directing their employees to do their job descriptions and reach the targets that they should achieve. Multiple linear regression analysis was employed to analyze the effect of compensation and leadership variables towards employees' performance variable. The analysis was conducted after the result of questionnaire responses have passed a number of tests, including validity, reliability, and multiple linear regression analysis: Based on Table 6 , the regression equation is as follows:
From the equation, it is known that the employees' performance (Y) score was predicted by compensation (X1) and leadership (X2) variables at PT. Hartria Akas Green Sejahtera. It was also discovered that the estimated value of employees' performance at PT. Hartria Akas Green Sejahtera is 2.500 which means if compensation and leadership are not available; the value of Y is 2.500.
The compensation variable (X1) of 0.544 indicates that there is a positive impact from compensation towards employees' performance.
When the compensation is increased, the employees' performance will also increase with the assumption that there is no other existing variable or zero variable. In that case, the better the compensation given to the employees, the higher their performance would be.
The leadership variable of 0.357 also indicates positive correlation between leadership styles towards employees' performance. When the leadership improves, the employees' performance will also increase with assumption there is no other existing variable or zero variable. Thus, the better the leadership style applied, the higher the employees' performance would be.
Referring to Table 6 , it is known that the value of R 2 is 0.612 which implies that compensation variable distribution (X1) and leadership variable (X2) define employees' performance variable (Y) for 61.2%, while the rest of 38.8% is defined by other variables. Based on Table 6 , the F-count value is 56.702 with significance level of 0.000 which is bigger than F-table of 3.12, thus the third hypothesis in this study is accepted and it can be concluded that compensation and leadership style simultaneously have significant effect towards employees' performance at PT. Hartria Akas Green Sejahtera.
